Does gender matter in the way in which we 'perform' academia? Drawing on the results of a practitioner survey, we argue that gender does matter, culturally and structurally, and can be institutionalised so that women are disadvantaged. This is not to deny women's agency or the advances that they have made. Rather, we highlight the inequality of the playing field in which the academic endeavour is conducted.
The under-representation of women in UK political science is both well-established and frequently lamented by scholars in the profession (e.g. Akhtar et al 2005a; 2005b; Bates et al 2012; Childs and Krook 2006; Norris 1990; Topf 2009 ). Among students, women are less likely than men to pursue postgraduate study, partly because of their perceptions of what it entails and the absence of role models, and partly because of time constraints and the perceived incompatibility with family life (Akhtar et al 2005 a; 2005b) . Among professional political scientists, men tend to predominate in terms of overall numbers, and they tend to predominate in greater numbers with every step up the career ladder (see Figure 1 ). According to data collected in 2011, men and women were equally represented at the most junior levels in UK political science, but there were huge disparities at the highest levels, with women holding only 15% of professorial positions (Bates et al 2012) . Numbers matter. The composition of any group is likely to affect its members' behaviour and mindset. Or, as many scholars more widely have noted, the quality of descriptive representation-the extent to which a group resembles the broader population-is intimately connected to the quality of substantive representation-how that groups acts towards or on behalf of others (Childs and Krook 2006) and to notions of constitutive representation (Squires 2008 )-how and where that representation occurs.
In the case of political science, the number of women in the profession certainly appears to affect practices and behaviour within the discipline. In terms of publishing, women have historically been under-represented in 'mainstream' political science journals (Kelley and Fisher 1993) and over-represented in specialist gender journals, such as Women & Politics (Kelley et al 1994) . Women are less likely to publish in 'top' US political science journals (Breuning and Sanders 2007; Evans and Moudler 2011; Kaba 2013) and are less likely to be cited (Maliniak et al 2013) . To be sure, much of the existing evidence relates to US political science, and the picture elsewhere is perhaps less gloomy. As one recent study of publishing patterns in UK political science finds, women are more likely to be lead or sole author than historically was the case (Williams et al 2015) . Yet, the picture is still far from rosy: the same study finds that women are still less likely to be cited than men.
There is also evidence of a gender gap among UK political scientists when it comes to men and women's relative contribution to research and teaching. As Briggs and Harrison (2015, 4) note, 'women are more likely to be [the] lecturers who focus on teaching, module and programme management, and student pastoral care'. Finally, in regards to teaching and curriculum design, there may be an even more obvious link between the descriptive under-representation of women and how the discipline acts for and substantively represents women. As one recent study finds, there is very little provision for the teaching of gender politics in UK political science (Foster et al, 2013) . Since gendered constructions and norms are absolutely central to the everyday experiences of citizens and policy-makers, this omission arguably risks undermining the relevance of the discipline itself.
Performing gender in academia
Gender is 'done' in all organisations (West and Zimmerman 1987) . It is performed (Butler 1999) , negotiated, contested, constructed and reconstructed in a complex set of social interactions. Gender also structures subsequent interactions. Even if it is not directly related to their relative numbers-although it is difficult to deny the relationship-men and women are likely to experience different challenges and fortunes over the course of academic careers. It has been widely noted that sex discrimination is entrenched in academia (Acker 1990; Benschop and Brouns 2003; Knights and Richards 2003; van den Brink and Benschop 2012) . Women seem to find it harder to get to the top, and women who do reach senior and leadership positions often find themselves marginalised (van Anders 2004; Le Feuvre 2009; van den Brink and Benschop 2012) .
Existing research into the gendering of academic careers has been pluralist in its methods but generally consistent in its findings of bias and discrimination in favour of men. Some studies have focused on the statistical over-representation of men, detailing, for example, the small number of women in in senior positions, whether in the UK (e.g. Bates et al 2012; Williams et al 2015; Brooks 1997 ; McAuley reconciling management-role demands with caring responsibilities (Devine et al 2011) . In terms of women's agency, research has often focused on the importance of key choices, especially those pertaining to the work-life or family-career balance, which can determine success or failure in research and managerial careers (Park 1996; Priola 2007; Raddon 2002; Parsons and Priola 2013; van den Brink and Stobbe 2009 ).
In terms of cultural barriers, scholars have highlighted how sexist norms and values, which often run counter to formal policies, can disadvantage women (Bird 2011; Savigny 2014) , reinforce hegemonic masculinities (Pacholok 2009 ), exclude women from 'male' support networks (Kjeldal et al 2005) , and gender the construction of academic knowledge (Benschop and Browns 2003) .
It has become increasingly common in accounts of women's disadvantaged place in universities to downplay the idea of 'women as a problem' and to emphasise 'academia as problematic' (Husu 2001, 173) . If we wish to understand why women are seemingly unable to flourish in academic life, it is more important to focus on the cultures, structures and practices within the sector rather than the identities and individual characteristics of female scholars. Joan Acker (1990; 1992) argues that gender operates through four dimensions in organisations: a gendered division of labour, gendered interaction, gendered symbols and gendered interpretation of one's positions in the organisation (see also Kantola 2008) . Accepting that the way in which gender is performed and perceived within organisations comprises the constituent components, we are seeking to explore the interaction between the material and ideational aspects of gender within UK political science. While there are actual barriers facing women, as van Anders (2004) finds, perceptions of these barriers may also have differential effects on women's and men's career aspirationsto the further detriment of women.
Surveying UK political scientists
While the likely barriers facing women in UK political science have been relatively well-documented, the ways in which people experience these barriers among political scientists have not. To address this shortcoming, we designed an online questionnaire with the aim of recording scholars' perceptions, experiences and evaluations of gender in academic life. More specifically, we sought to investigate four theoretically or practically important aspects of their perceptions, experiences and evaluations. One From a population of 1,879 just 72 members responded to the invitation to take part.
We then re-ran the survey in October 2015, inviting those who had not yet responded to do so. A further 117 PSA members responded this time. Separate analyses revealed few significant differences between the two groups (data available on request), although there were notably higher proportions of non-British respondents and colleagues in temporary and part-time posts among the 2015 respondents. For the analysis in this paper, we merge responses from the two surveys and treat them as one sample.
Our total sample represented scholars from a range of Russell Group, 1994 and post-1992 Universities. Some 68% of respondents had permanent jobs, and 81%
were on full-time contracts. A majority of our respondents, 61%, were women (see Table 1 ), and the average age was 41.2 years. Two of our respondents identified as being transgender and two preferred not to say. The high proportion of female respondents almost certainly reflects wider attitudes among political scientists and a relative reluctance among men to engage with the issue of how gender shapes the discipline. When it came to ethnicity, a small majority of respondents, 51%, said they were 'White British', while the category 'Other', usually meaning one of over twodozen non-British nationalities, was the second largest group with 37%. Just 8% of respondents said they were from a Black, Asian or 'Mixed' British background. In terms of seniority, most of those who responded held relatively junior positions:
professors constituted only 17% of the total, and many more female professors than male participated in the survey. Table 1 about here The characteristics of our sample place obvious constraints on what we are able to infer from our data. The relatively small sample size and the predominance of female and junior political scientists mean that the responses are not necessarily representative of scholars' experiences in UK political science. For similar reasons, the handful of BAME respondents, though indicative of the overwhelmingly 'white' nature of the profession, makes it impossible to analyse the influence of race. Instead, our findings should be regarded as an initial exploration of perceptions, and the responses should be treated as largely illustrative of the ways in which men and women perceive and perform gender in UK political science.
Perceptions and values
An initial tranche of questions asked respondents about the gender balance in the discipline and within their department. In line with existing evidence about the preponderance of men in general and especially in senior positions (Bates et al 2012) , it was perhaps not surprising that 85% of all respondents said that most political scientists were men, nor that 71% of respondents said that most of the faculty members in their department were men (see Table 2 ). It was also not surprising that three-quarters of all respondents answered that most senior positions in their department were held by men. Only in one respect did men not predominate: when it came to temporary positions in their department, 28% of all respondents said that most such posts were held by women compared with 19% who said the same of men.
As Table 2 also shows, the perceptions of female and male respondents were remarkably similar: chi-square tests revealed no significant differences at the 5% level. One the face of it, the perceptions of all respondents should be a matter of concern for political scientists, in both a prescriptive and descriptive sense. We asked our respondents whether they agreed or disagreed with the statements: 'It doesn't matter if there are disproportionately too few women in my department'; and 'Women are just as capable as men in performing leadership roles'. There was near-universal disagreement in response to the first statement, with some 93% disagreeing or strongly disagreeing, and most, 59%, strongly disagreeing. There was also near universal agreement with the second statement, with 90% of all respondents expressing strong agreement and all but one other respondent expressing agreement.
In respect of both statements, chi-square tests revealed no significant differences (at the 5% level) in the responses of men and women.
Another tranche of questions explored perceptions of academic roles, in particular whether men or women were thought to perform disproportionate shares of key departmental responsibilities (see Table 3 ). For all three roles, most respondents said that each was performed proportionately by men and women, with nearly threefifths of respondents saying this about teaching. Nevertheless, the spread of responses does accord with existing research about gender roles in the profession, especially the perceived tendency for women academics to focus more on house-keeping tasks-and thus finding themselves in the 'ivory basement'-at the expense of research (Briggs and Harrison 2015) . The general perception was that men published disproportionately more than women, whereas women tended to undertake administrative work more than men. In respect of the latter, there was a significant association between responses and gender (χ=16.13, d.f.=3, p<0.01): 42% of female respondents and 20% of male respondents said women did disproportionately more admin than men, whereas 31% of male respondents and 8% of female respondents said men did disproportionately more admin than women. There was also a less pronounced but still significant difference (χ2=9.13, d.f.=3, p<0.05) among men and women when it came to perceptions of teaching. Once again, female respondents (19%) were more likely than male respondents (2%) to say that women did disproportionately more teaching, whereas men (13%) were more likely than women (10%) to say men did disproportionately more teaching. Table 3 about here Further insight into these perceived tendencies was provided in the responses to a question that asked if women were more likely than men to volunteer for administrative work. A higher proportion of all respondents said 'yes' (44%) than 'no' (35%), the remainder (12%) answering 'don't know'. Again, there were significant differences between genders (χ2=26.20, d.f.=2, p<0.001). Only 17% of male respondents answered in the affirmative, compared with 58% of female respondents.
Conversely, 58% of men and 22% of women answered in the negative. There seems to be a widespread view among women that they are better departmental citizens than men, and an equally widespread view among men that they are not.
The female perspective was developed at length in some of the responses to our open-ended question. One academic proffered a reason as to why women seemed to shoulder more than their fair share of the burden:
I think that part of the problem is that such a large percentage of the secretarial staff is female, there is a lot of administrative work, and so therefore if there is administrative work to do the men think of a woman.
Another respondent suggested an alternative explanation, implying that prevailing norms allow men to avoid the relatively humdrum work:
The classic male academic is scatty and chaotic, and maybe that is all part of his intellectual brilliance, but it is also a handy way of avoiding administrative roles. Chaotic men are tolerated, chaotic women almost certainly wouldn't be.
Our department now has an all women teaching administration team (i.e. including academics). We are great team: efficient and mutually supportive.
We want to do a good job for students. But of course the time spent on administration is less time spent reading, writing, publishing and speaking on public platforms.
These views are significant in highlighting the importance of perceptions of capability in creating what it is possible and not possible for an academic of either gender to achieve or to 'be' (Hay 2005; van Anders 2004; West and Zimmerman 1987) .
A final tranche of questions sought to explore the perceived prevalence of sexual discrimination in political science departments, including whether or not gender affected the way academics were treated by students or were judged for promotion. Over four-tenths of all respondents said that sexual discrimination happens in their department, and a similar proportion said students respected male academics more than female academics (see Table 4 ). Over a third of all respondents said that women were treated differently when it came to promotions and appointments. While these responses are shocking in themselves, differences in men's and women's points of view are perhaps of greater concern. Significantly larger proportions of female than male scholars perceived sexual discrimination, both generally and in its particular forms (all differences were significant at the 1% level). 4 These findings suggest that, while men and women have equally good intentions when it comes to gender equality, many male political scientists are largely insensitive to if not ignorant of the concerns that are felt by their female colleagues. 
Personal experiences of sexism
Our second battery of questions sought to investigate respondents' personal experiences of gender or sexual discrimination in political science. As with general perceptions of the discipline, such experiences can shed light on the ways in which gender is performed in the profession. They may also highlight acute areas of concern that all scholars, regardless of gender, ought to be aware of.
Our survey thus included a number of items asking respondents whether or not they had experienced different types of discrimination, some subtle, others more blatant. Table 5 reports the proportion of male, female and all respondents who answered 'yes' to having had personal experience or knowledge of each of these forms of inequity. (Respondents could also answer 'no', 'prefer not to say' and 'don't know'.) Over four-tenths of all respondents said they had experienced sexual discrimination in the profession or had known colleagues who had been subjected to bullying/harassment because of their gender, and nearly four-tenths said they had been slotted for a particular job/duty because of their gender. Meanwhile, around three-tenths of all respondents said that their research been devalued because of their gender or that their career been held back because of their gender. Worryingly, one in five of all respondents said that they were afraid to speak up about the sexism they had experienced, while a tenth had been warned that they would not get promoted if they had children. Although in each case the proportion of all respondents who had experienced a particular form of discrimination was in the minority, the overall numbers give cause for concern. A clearer sense of the picture is revealed by looking at differences between men and women's reported experiences. In essence, we found that if women were under-represented in senior positions, they were over-represented in their exposure to sexual discrimination. We found significant gender-related differences (at least at the 5% level) in responses to four statements: respondents' having experienced sexual discrimination, having been assigned particular jobs, having had their research devalued, and having had their career held back. 5 In all cases, far larger proportions of female than male respondents acknowledged such experiences. At the same time, the data suggest that women were not significantly more likely to have been warned that having children would weaken their chances of appointment of promotion.
On this last point, however, the qualitative comments revealed some disturbing experiences. One respondent reported an early-career experience in which she was told that: (Savigny 2014 ).
Beliefs about why women are marginalised
Our third battery of questions sought to gauge the conventional wisdom among political scientists about why women are under-represented at the higher levels of their discipline. We asked respondents to indicate whether they strongly agreed, agreed, disagreed or strongly disagreed with a range of reasons that might explain why women are disproportionately less likely to be promoted than men. Some of these reasons reflected the role of institutions, others the significance of women's agency, and yet others the importance of cultural barriers. The responses to the question are set out in Table 6 . Table 6 about here
The reasons that elicited the highest degree of agreement were essentially institutional or cultural in their emphasis. Thus over half of all respondents strongly agreed that 'women face barriers because childcare falls more heavily to them', and over a third of respondents strongly agreed that 'men are more likely to advance because of "boys networks"', that 'sexist cultures hold women back', and that 'institutional structures benefit men'. In contrast, smaller proportions strongly agreed with reasons relating more to women's agency: just under one-third strongly agreed with the view that 'men are more likely to speak in meetings and other places than women', whereas only a quarter of respondents strongly agreed with the statements that 'there are too few women as role models' or 'women are less likely to ask for promotion/career progression than men'.
The seven statements also elicited notable differences between male and female respondents: women were consistently more likely to agree with them than men, and they were also more likely to strongly agree. In this vein, there were significant differences (all at least at the 5% level) in response to the claims that men were more likely to advance because of male networks, that women were less likely to ask for promotion, that institutional structures benefit men, that childcare fell more heavily on women, and that men were more likely to speak in meetings. 6 On some points, then, it seems that men and women interpret patterns of behaviour in very different ways, and also hold different beliefs about the importance of factors that may impede their careers.
Sometimes, the most pronounced differences between men and women were revealed in the strength of their agreement. For example, nearly two-thirds of female respondents strongly agreed that women were disadvantaged because childcare fell more heavily on them, whereas only 35% of men said the same, even though similar proportions tended to agree. Interestingly, this stratification in expressed opinions was not reflected in responses to a separate question that sought to tap attitudes towards childcare: when asked if they agreed or disagreed with the view that 'it's better not to hire young women in case they need maternity leave', all respondents disagreed, and virtually identical proportions of men and women (87% and 91% respectively) strongly disagreed. In the case of childcare, men and women appeared to have similar values, but they also had differing beliefs about its career-disrupting potential. 
Possible solutions
As noted in the section on perceptions and values, there was universal or nearuniversal agreement across the gender divide that the under-representation of women matters. In separate questions, we also found some support for a measure of 'positive discrimination' to remedy the perceived marginalisation of women. Nearly threequarters of respondents tended to disagree that gender inequalities in political science would eventually sort themselves out, implying that some form of action is necessary;
and 60% of respondents tended to agree that positive discrimination should be used to ensure gender parity in their department.
Relatively interventionist forms of positive discrimination are, of course, just one approach for improving the position of women in political science. Work in this area has identified various other ways in which existing practices could be modified to increase the number of women scholars in general, and women scholars in senior positions in particular (Monroe et al 2014; Bates and Savigny 2015) . In our survey we presented respondents with a number of reformist proposals, drawn from the literature, in a bid to ascertain their perceived efficacy. Our logic was simple. If colleagues thought certain changes would be more likely to help women, then there was a good chance that they might, on the basis of collective experience, and there might also be more support for them within the discipline. Just under nine-tenths of all respondents said the promotion of salary equity programmes would be likely to help, and a similar proportion said that the collection and publication of metrics on gender balances and salary differentials would be likely to help. With better education and awareness-raising, so the logic goes, male colleagues would become more conscious of the problems faced by women (e.g.
Mauleón et al 2013).
A similar logic could be found in other suggested solutions: one of these, the provision of general training to highlight gender bias, was thought likely to help by two-thirds of all respondents; whereas just under half agreed that the provision of sexual harassment training and the appointment of more equality advisers would be likely to help. 
Trainings, etc. do not work. It's the culture and networks, especially when it comes to promotion, also the fact that (in my institution) a lot gets done via 'conversations in the hallway' and is not transparent
The other solutions, including appointing equal numbers of women and men to selection and promotion panels, the provision of mentoring programmes, defining job searches to attract female scholars, and promoting the use of quotas, offered more direct and practical ways to help women. Some were considered more efficacious than others. Over three-quarters of all respondents said that having gender equity on panels would be likely to help women, 74% and 62% respectively said the same of providing mentoring programmes and promoting positive discrimination, and only 48% said that using defining job searches would be likely to help.
On the basis of chi-square tests, only two solutions elicited significantly different responses from men and women: gender equality on selection and promotion 
Conclusion
Authors have noted statistical progress in the advancement of women in political science (e.g. Childs and Krook 2006; Bates et al 2012) . However, they also agree this progress has been slow. Through our survey we wanted to unpack the ways in which UK political scientists perceive gender to be 'performed' in their working lives. As we have noted, men are over represented at senior levels, yet, it seems from our responses, under-represented in their experiences of gender impacting their working practice. Men and women all seem to agree on the need to improve the position and presence of women in the discipline, but they do not always agree how. Perhaps more importantly, they seem to have different experiences, interpret patterns of behaviour in different ways and hold different understandings about why women's careers are so often impeded. The PSA are currently seeking to embed the Equality and Diversity agenda within the profession, but this is not something that they can achieve alone.
More and better dialogue is needed across the gender divide if men and women are to understand better each other's points of view and to create fairer working environments. And our survey also highlights the ways in which change needs to take place to reflect challenges to institutional norms, practices and cultures. Rendering explicit the ways in which gender is performed and the ways in which it may be experienced in the workplace, we hope, will open up space where dialogues about progressive measures can be conducted and change effected. Note: The number of 'all respondents' also includes respondents who said they were transgender or preferred not to reveal their gender. Note: The number of 'all respondents' also includes respondents who said they were transgender or preferred not to reveal their gender. Note: Respondents were presented with the following statement: 'It is generally recognised that there are a variety of reasons why-please indicate which you agree with/disagree with.' 
